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ABSTRACT 
The conceptual model of Transformational /Tr ansac tional l eader shi p has 
been drawn prima rily from case studies of business le aders and 
pol iti cal f igur es. No empirical studi es of these concepts appea r t o 
exist. There are no s tudies that operational i ze these concepts in a 
religio us sett i ng. Thi s resea rch , ther efore, operat ionalizes and 
extends these leadershi p perspect i ves in to a religious setting. 
A review of the social science lit e rature as well as the Biblical 
literature suggested the particular importanc e of the Transformational 
leader provi ding a Model, being involved in a wide Breadth of 
i nte rests, and Perse verin g. The Trans actional lead er, on the other 
hand , is l ess concerned about providing an example, is interested only 
i n a few specific a reas, and is li kely to conform. The question is 
ra i sed whether pas tor s and par i shioners have diverging vi ews regarding 
t hese leadership concepts. If so, a second question is raised as to 
whether this diffe rence has an impact on pastoral tenure. Three basic 
assumptions of this res ear ch are t hat t here is a difference between 
pasto r s and parishioners along Transformational/Transactional lines , 
that this d i fference l eads to friction between congregants and pastors, 
and that this friction causes pastors to have brief tenures. It is 
assumed that tenures of more than six yea rs would be healthier than the 
brief tenures that are th e norm. My hypothesis was that pastor s would 
l i st proportionately more Transformational statements than parishioners 
on the questionnaire. This hypothesis was tested through an open-ended 
questionnaire develop ed by the author and administered to pastors and 
parishion ers; subjects were drawn from Conse rvativ e Baptist churches in 
New England. As hypothesized, pastors are more Transformational than 
i i 
parishioners; respons es t o the questi onnair e demonstrate a signifi can t 
difference between th ese pastors and parishioners on the major 
Transformational / Transacti onal distinction, as well as, on the 
subconcepts of Persev e ring and of Breadth of Involvement. Directions 
for future research are outlined. 
i i i 
-
ACKNOWLEDGEMENTS 
First , I thank my wife and co-coder, Lynn, for he r encouragement and 
as s i stan ce. 
Second , I than k my committee for th e i r time, att ention, and suppo rt. 
Speci al thanks to Dr . Al bert Lott who guided me through the ear l y 
research and pat i ent ly saw me thr ough the project. Dr. Sandra Ketrow i s 
to be thanked for sharing her background in leadership research and for 
her cha l le nge for completeness. I than k Dr. John Stevenson for holding 
out basic questi ons and for ins i sting on quality. 
Third, I thank several professors in and out of the department who gave 
me some time he re and there; I thank two professors who especially 
would have liked to have been on the committee, but were good enough to 
sa y no when they rea liz ed their limit ed time or expertise would 
hinder the project; and I thank my fellow students for their interest 
and help. 
Fourt h, I thank the pastors and parishoners who sincerel y and 
thoroughl y responded to the questionnaire. 
Fifth, I thank God for the opportunity to furthe r the ministry He has 
given me and potentially to further the ministries of several pastors 
and congregations. 
iv 
Table Of Contents 
Abst ract 
Acknowledgements 
Table of Contents 
List of Tables and Appendices 
I'ntroduction 
Contemporary Views of Le_adership 
Pages 
i i 
iv 
V 
vi 
Transformational and Transactional Leadership 3 
Leader ship in the Church 5 
Procedure 9 
Developing the Questionnaire 9 
Develo ping the Pilot Study Coding Manual 12 
Pilot Study 14 
Main Study 16 
Discussion 25 
Appendices 38 
Bibliography 55 
V 
Lis t Of Tables And Appendi ces 
Pages 
Tables 
Tabl e 1--Item s of Contr ast Between Tran sfo rmati ona l 13 
and Transaction al Leaders 
Tabl e 2-- Responses of Pastor s and Par ish ioner s 
to Leadership Questionnaire 
Tabl e 3-- Mean Numbe rs of Responses of Pastor 
and Parish ioner Groups 
Appendic es 
Appendix 1-- Summary of Verse By Verse Analys i s 
of th e Pastoral Epistles 
Appendix 2-- Questionnaire 
Appendix 3-- Veri fication of Question Grouping 
Appendix 4--Pi lot Study Coding Manual 
Appendix 5--Informed Consent Form 
Appendix 6--Main Study Coding Manual 
Appendix 7--Love ' s Centralit y 
vi 
20 
21 
Pages 
38 
42 
46 
48 
49 
50 
53 
Intro duction 
This study was an attempt to disco ver whether pastors and 
parishioners 
l eaders hip 
or congregants differ in th ei r 
along transformational and 
expectat ions of 
transactional 
church 
1 ines . 
Transac t ional leaders - concern themselves with what is necessary to 
maintain th e status quo; transformational l eaders concern themselves 
wi th t hose t hings necessary for the or gani zation, product, or people to 
reach potential. The stud y surveyed parishioners and ministers within 
my denominati on, Conservativ e Baptists of America, in New England. It 
was assumed t hat di ffering perspectives of the lea de r' s roles would be 
found and that i f found, this lin e of inquiry might eventually help 
account for th e gap between a theoretically ideal pastoral term (ten 
years ) and the more fr equently observed term of less than three years. 
Personally, as a minister I am interested in facilitating 
cooperation between pastors and congregations. As a student of 
psychology I am inter ested in testing the transformational/transac-
tional leadership distinctions on a specific population. leadership is 
important; dynamic and effective l eadership separates successful from 
unsuccessful organizations according to He rsey and Blanchard (1972; p. 
67). 
Contemporary Views Of Leadership 
What are some of the major, current approaches t o studying 
leadership? Gordon (1987) lists five: the trait perspective, the 
behavioral view, the situational models, the attributional model, and 
the operant condit ioning model. Hollander's ( 1985) review listed the 
"hered itary and instinct" approach, as wel l ; he said: "The idea t hat 
'l eade rs are born, not made ' still has wide appeal, even though it has 
been lar gely disc red i ted " (p.490 ) . The tra i t perspect ive (we should 
evaluate lead ers by personal i ty and social traits and physic al 
cha racter istics ) and one of the s ituat iona l models, the Fiedler 
Contingen cy Theor y (effective leadership sty l e is dependent upon th e 
situation ) , have rece i ved th e most interest. Concerning the trait 
theor y, Gordon ( 1983) refers to Stodgill's work (1974) and to 
Ghi sell i' s work ( 1971) in concluding that the traits associated with 
leadership in one situation do 
situations; she says no clear 
effective lead e r has emerged" (p . 
not predict leadership in other 
pattern of which traits make an 
394). Andriessen and Drenth ( 1984) 
agree with Gordon, when t hey say that interest in the trait approach to 
leade r ship has waned since th e 1950' S, because few traits could be 
found that di sti nguish between "good and bad leaders, or between 
leaders and follow ers " (p. 487). Gordon (1987), as opposed to the 
majority of t heorist s reviewed here, sees the charismat i c personality 
as important to Transformat ional leadership and, therefo re, sees the 
study of Trans fo rmational leadership as a return to trait theory (p. 
395). Other theorists seem not to stress the individual traits, which 
were stud ied in th e past, but the int eractive roles or the 
interactional dimensions; I tend to follow this majority position. In 
di scuss i ng Fiedler ' s Contingency Theory, Gordon refers to criticisms by 
Barrow (1977) , by Sing h ( 1983), and by Hosking and Schriesheim ( 1978) ; 
a major concern i s that the theory fails to predict effective 
leadership. The behavioral vi ew concentrates on a given leader's 
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act ions; of te n, t hi s approac h eval uates whet her a l eader i s bas ic a lly 
author i tarian, democratic or l a i ssez-fa i re in dea l in g wit h 
subordinates. The attribut i onal vi ew is t hat l eade r ship exi sts only as 
an individual's percept i on, not as an obj ective factor of a s i tuat i on. 
The operant condition i ng model stu dies t he repeated interactio n of 
leader and subordi nates as t hey re in fo rce, punish, or extingu i sh the 
behavior of one anothe r . 
No one le ade r ship t heory has emerged as dominant; Hollander ( 1985) 
quotes Sims (1977) as saying: ''Leadership is perhaps the most 
researched and least unde rstood area of organizational behavior" (p. 
488). Andri esse n and Drenth (1984 ) state that i t is unclear what the 
relevant depende nt variables are in leadership research; they fault the 
lines of research for staying with correlational studies, which fail to 
get at causa l relations and for using simplistic theoretical models in 
l i ght of t he complexity of the leader-follower i nteraction (pp. 482-
483) . 
Transformational And Transactional Leadership 
In this section the Transformati onal and Transa ctional leadership 
sty les are detailed and Biblical counte rparts to these leader behavio r s 
are identified. The author has observed that theoretical statements on 
leadership found i n psychological material seem to fit with Biblical 
orientations t o l eadersh i p. 
Burns ( 1978) , in a historical survey contends that political 
l eaders who have made a significant impact have been Transformational. 
Transformational l eaders do more than maintain the status quo--they 
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help their followers reach their potential (Bass, 1985). Harris (1985) 
sees the Transformational manager as the one able to lead into the 
future. A Transactional leader, on the other hand, directs his or her 
attention to maintaining the status quo; avoids risks; holds to current 
margins and l evels of activ i ty; goes by the old maxim: "if it ain't 
broke, don't fi x it." A Transactional leader seeks to keep his or her 
followers and organization happy by meeting expressed needs; he or she 
interacts with t hem economically (exchanging money for effort), 
politically (exchanging jobs for votes ) , or psychologically (exchanging 
nurturance for respect). While not neglecting expressed needs, the 
Transformational leader seeks to identify higher (self-actualizing) 
needs and to mobilize his or her followers and organization to meet 
those needs. A Transformational leader is interested in improving 
product, morale, methods, and margins; he or she is inquisitive--
asking: "what if?", innovative--desiring to be on the cutting edge, and 
willing to take risks. He or she seeks to motivate, engage, and 
stimulate a follower to give of himself or herself to meet the new 
goals. Innovation and change are often needed for the followers and 
organization to reach their potential. Bass (1985, p. 20) paraphrases 
William F. Buckley as saying that the Transformational leader is one 
who "'crystallizes' what it is that people desire, 'illuminates' the 
rightness of that desire, and coordinates its achievement." Tichy and 
Ulrich (1984) summarize the expectations of Trans format i ona 1 
leadership: 
"What is required of this kind of leader is an ability to 
help the organization to develop a vision of what it can 
be, to mobilize the organization to accept and work toward 
achieving the new vision, and to institutionalize the 
changes that must last over time." 
4 
-
Gordon (1987) says th at Transformational leaders change 
organizat i ons in four ways: 
"They identify the triggers for a major change. They create 
a vision of the change. They become persona l ly committed to 
the change and obtain subordinates ' commitment as well. Fi-
nally, they institute change by managing the organization's 
stru cture, management processes, culture, and human resour-
ces " (p. 702) . 
Levy and Merry ( 1986) list these characteristics of Transforming 
leaders from Deal and Kennedy's (1982) work: 
"They are hi ghly visible, credible, and consistent in sup-
port of the values they espouse. 
They are masters of communication. 
They use symbolic actions such as rites, rituals, and 
ceremonies to reinforce their values. 
They motivate employees by providing positive reinforcement. 
They provide a lasting human climate within the system. 
They know how to succeed and to make cha~ge attainable and 
part of human capacity. 
They provide positive role models for workers to follow. 
They set high standards of performance. 
They encourage creativity, innovation, and trial and error" 
( p. 53) . 
Some of the distinctions that Harris (1985, p. 21) makes between 
what he calls the "traditional manager" and the "transformational 
manager will help to clarify some of the differences between the 
Transactional and the Transformational leader: slow to act versus 
forcefully acts, past-oriented versus future-oriented, short-term 
oriented versus long-term oriented, plays it safe versus on the cutting 
edge, conformity versus initiative, pragmatic versus conceptualizer, 
and concern for average performance versus sets high personal and 
professional standards for self and others. 
Leadership In The Church 
What are the Biblical concepts of church leadership? The nature 
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and functions of the church suggest that leadership within the church 
would ideally be Transformational. The Apostle Paul commands the church 
at Rome to be "transformed" (Romans 12:2); the Greek word, 
"metamorphoo" , used here gives us the English word "metamorphosis". 
Paul is writing to those who are already part of a local church ; the 
context is conformity t o a way of planning or thinking--"Do not conform 
any longer to the pattern of th is world, but be transformed ... " The 
Bible itself seems to stress among other Transformational aspects of 
pastoral leadership t hese three: modeling-- "(S)et an example for the 
bel i evers in speech, in life, in love, in faith, and in purity" (ll 
Timothy 4:12), perse verence-- "Until I come, devote yourself ... Do not 
neglect ... Be diligent in these matters; give yourself wholly to 
them ... Persevere ... " (ll Timothy 4:13-16), and involvement in~ breadth 
of ministry (versus a limited, chaplain-like involvement)--"(D)irect 
the affairs of the church ... " (l Timothy 5: 17) and "Preach the 
Word ... correct, rebuke, encourage ... do the work of an evangelist, 
discharge all the duties of your ministry ... " (ll Timothy 4:2-5 ) . These 
distinct ions were found by the ~uthor in a study of the Pastoral 
Epistles; these letters are commonly regarded within the above 
denominat ion as outlining the expectations ( requirements) of church 
leaders. 
In a verse by verse anal ysis of the above epistles several 
additi onal categories were found: title or position, personal 
relationships, needs to be met, things to avoid, and general 
qualifications (no justification was found to consider any of these 
additional categories as Transformational or Transactional concerns 
and, therefore, they are not considered in this proposal--see Appendix 
6 
1). 
Bandura's (1986) anal ys is of moti vat ion and learn i ng lends 
credence to the Bi blical pr iority of modeling; as well, Deal and 
Kennedy ( 1982) accordin g to Levy and Merry ( 1986 ) referred to "positi ve 
role models" in the list mentioned earlier. Transformational change is 
rewarded only after an extended time, whereas Transactional change may 
be rewarded relat ive l y quic kly. Because followers do not see the 
rewards of 
Transact i onal 
Transformational change as quickly as they do 
change, the need for greater perseverence in 
a 
a 
Transformational leader can be seen intuitively. Harris (1985; p. 21) 
seems to suppo rt this intuition when he notes the long-term orientation 
of the Transformational leader (mentioned earlier). Harris also notes 
that as a "conceptualizer" a Transformational leader " links together 
pieces and parts into a whole"; such a leader must attend to the whole, 
to the breadth of ministry concerns. 
Do parishioners and pastors have different views regarding these 
concepts? This is the question this study sought to answer. If they 
have different views, could this difference have a significant impact 
on pasto ral t enure (i.e., does tension result and cause a pastor to be 
fired or to resign under pressure?) and other aspects of pastor-
parishioner relationship? Christian leaders have been voicing concern 
about this issue since I entered ministry. George (1987) says despite 
the tendency for short pastorates, " ... a pastor's most effective period 
of ministry comes after the sixth year, according to many church 
observers. " On April 28, 1988 I spoke with Dwane Shockly, a leader in 
my denomination ( t he Conservative Baptists of America) ; he says the 
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average pastorate in our sister denominations i n the U.S. is 
approximately three years and in our denomination it is only slightly 
longer. That same day I tal ked to Vince Rutherford of th e Charl es E. 
Full er Institute of Church Growth and Evangelism. He says Baptist 
pastors stay an average of two years in a church and this despite t he 
Institute ' s conviction tha t a pastor becomes most ef fective in s ix to 
ten years. 
Three bas i c assumptions of t hi s research are that there is a 
difference bet ween pastors and par i shioners in t heir perceptions of 
Transformational and Transactio nal l eadership posit ions, that this 
diffe rence l eads to friction between congregants and pastors, and that 
this fricti on causes pastors to have brief tenures. It is assumed that 
tenu res of more than six yea rs woul d be more product ive than the brief 
tenures t hat ar e t he norm. For the purpose of this study I wi ll test 
onl y th e first assumption . My hypothesis is that pastors wil l list 
proportionate l y more Trans format ional statements than parishione r s on 
th e ques ti onna ir e. 
The conceptual model of Transformational / Transactional leadership 
has been drawn from case studies of business l eade r s and political 
figures. To my knowledge there are no empiric al studies of these 
concepts; and I am quite certain t hat there ar e not any stud ies that 
operationalize these concepts in a re ligio us setting. This research 
wi ll therefore undertake the development of empi rical definitions and 
ext end these l eade rshi p perspectives into a religious sett i ng. 
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Procedure 
Developing The Questionnaire 
An open-ended questionnai re (see Appendi x 2) was deve loped and 
tested i n a pi lot st udy. An open-ended for mat was used in an attempt to 
obtain a rich and varied set of res ponses in th i s initial wor k. The 
responses to this questionnai re were later subjected to a content 
analy s is to assess the follo wing as pects of Transformational and 
Transactional leadership: 
Several quest ions loo k at the basic TRANSFORMATIONAL/TRANSACTIONAL 
di stinction--
7--How does a mi nister keep a church running smoothly (l ist)? 
8--How does a mini ster help a church reach its potential (list)? 
9--A church must look to the future. How can a minister lead hi s 
church to t he future ( list )? 
12--1 t hi nk a minister should provide le~dership in the 
following areas ( list ) 
13--l think a minister should not prov ide leadership in the 
following areas ( list) and 
14--If a minister is an effecti ve leader, how would his church 
differ from other churches (l i st)? 
The MODELING aspect is addressed in two questions--
17--If a minister were to inspire someone to follow him, what 
would that minister be like or how would he behave (list)? and 
18--You may have heard the old adage: "Some things are better 
caught than taught. " What habits, convictions, traits, or the 
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li ke would you expect a member to "catch" from a minister 
(li st)? 
Four questions relate to PERSEVERENCE--
5--How many years should a minister plan to stay in any gi ven 
church? years 
6--In what year of ministry in any given church does a minister 
reach his peak of effectiveness? _ year 
19--If a congregation does not favor a certain idea that is 
important to a minister, how should he react? and 
20--If a congregation favors a certain idea, but the minister does 
not favor it , how should he react? 
Four questions are concerned with BREADTH OF INVOLVEMENT--
10--In your experience, in what areas of church life does a 
congregation expect a minister to take leadership (list)? 
11--In your experience, in what areas of church life does a 
mini ster expect to take leadership (list )? 
15--What functions or activities might a minister delegate to lay 
people (list)? and 
16--What functions or activities might a minister reserve for 
himself (list)? 
The remaining questions include potential variables for future 
research: questions 1,2,3, and 4 seek to discover age, sex, years of 
membership for congregants or years of tenure for pastors, and years as 
Christian; question 21 reads: "Suppose a minister wants a church to 
adopt some change. Should he seek that change through his pulpit 
ministry, church boards, personal relationships, business meetings, or 
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some other means? Please explain your answer. 
To verify that the ques ti ons addressed t he i ssues I assumed t hey 
did, the aid of t hree fel l ow Psychology graduate students was enlisted 
to individua ll y group (cluster ) the ques ti ons. Each of the students was 
given a let t er f ound in Appendix 3. The letter explained I needed to 
verify that re sea rch quest ions got at the issues for which they were 
in tended. It a l so inc l uded defi nit ions for Transformational and 
Transactional l eadership, modeli ng, perseverence, and breadth of 
i nvolvement. The lette r explained that they were be ing asked to sort 
twenty-one (2 1) cards, each with a question on it, into one of five 
groups. The Pil ot Study Coding Manual (see Appendix 4) was referred to 
in order to respond to their questions. Five slips of paper were placed 
on a table and each student was asked to group the questions (which 
were on otherwise blank cards) into five groups: 
Transformationa l/ Transactional Basic Distinctives; Modeling; 
Perseve r ing; Breadth of Invol vement; or Follow up Research. The entire 
process too k approxi mately ten ( 10) mi nutes per student. 
The three agreed with each other and my own perspective of the 
questions wi th the follow i ng exceptions: one student saw Questions 12 
and 13 as ' Modeling ' , while the others saw them as 'Breadth of 
Involvement ' ; one student saw Quest ion 21 as related to Modeling, a 
second as the basic Transformational / Transactional concern, and the 
third as Breadth of Involvement. Since the questionnaire in general 
seemed to tap those areas for which it was constructed, it was decided 
to wait until a pi lot study was run t o finally decide if #12 and #13 
should be included in the main study. Since #21 was pointed at 
study, the dif f erence in opinion was of no consequence. I took 
11 
future 
this 
-
grouping process to be adequate justif i catio n fo r grouping t he 
quest ions as presented in my proposal. Thus, th e instrumen t was 
considered to have fa ce and conten t va li dit y. 
Deve loping The Pi lot Study Codi ng Manual 
Because the responses to t he open-ende d ques tio ns would have t o be 
coded as to whether th ey were Trans f ormational, or Transactional, or 
neithe r , a codin g manual was developed. It was wr itten in a lette r 
f ormat to volunteers who would code t he quest ionnaires. It explained 
t hat the vol untee r s would need to understand t he distinction between 
Transformat i onal and Transactional perspectives i n order to categorize 
and label quest ionnai re responses. These two concepts were briefly 
defi ned in general . Fol l owi ng th i s, more specific distinctions were 
drawn by l i st i ng i n paral l el columns (under the headings of 
Transfo rmational and Transactional) twenty-four items of contrast 
between t hese two leadership concepts (see Table 1) . These i tems of 
contrast were ta ken from literature reviewed herein; Harris ' s ( 1985) 
chapter, "Transforming Work, Organizations, and Management" , gave me 
the idea of columns of contrasts and was t he source of several specific 
cont ra sts. 
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TABLE 1--ITEMS OF CONTRAST BETWEEN TRANSFORMATIONAL ND TRANSACTIONAL 
LEADERS 
TRANSFORMATIONAL 
future oriented 
willing to ta ke risk s 
i nterested in improving 
innovative 
inquisitive 
forcefully acts 
long-term or ient ed 
on the cutting edge 
intitiative 
conceptual 
concerned with hi gh standards 
comfortable with change 
willing to make waves 
broad interests 
wi lling to invest 
growth consc ious 
willing to take a stand 
transforming 
comfortable with shifts in power 
visionary 
ahead of the pack 
freeing--the sky is the limit 
comfortable even without limits 
interested i n moral implications 
asking: what if? 
concerned beyond expressed needs 
comfortable with pressure 
comfortable with shifts in 
expectations 
makes fundamental changes 
13 
TRANSACTIONAL 
past or iented 
avoiding r i sks 
int eres t ed in maintaining 
satisfied 
waits for need to surface 
slow to act 
short-term oriented 
p 1 ays it safe 
conformity 
pragmatic 
concerned with average performance 
uncomfortable with change 
unwilling to make wave~ 
narrow interrests 
avoiding investing 
stability conscious 
preferring to let another try first 
conforming 
uncomfortable with shifts in power 
reactionary 
with the pack 
restricting--boundaries cherished 
comfortable only with limits 
in terested mostly in bottom line 
saying: if it ain't broke, don't 
fix it! 
addresses only expressed needs 
avoid i ng pressure situations 
uncomfortable with shifts in 
expectations 
makes only minor changes 
Pilot Study 
Subjects 
Subjects included five ministers and and si x parishioners. Four of 
the ministers were part of a Conservative Baptist minister ' s committee 
on which I serve; the fifth was my co-pastor. The parishioners were 
part of a mid-week service in my Conservative Baptist church in Rhode 
Island. These volunteers signed an informed consent form (see Appendix 
5). 
Procedure 
Subjects were told that the purpose of the questionnaire was to 
gather opinions about church life. Subjects were asked to answer all 
~uestions and to list their answers. Subjects filled the questionnaires 
out on their own time and returned them to me at their convenience. 
Coding 
For the Pilot Study my wife and I were the two independent raters. 
She was qui te familiar with the Transformational/Transactional 
distinctions and I briefed her on the Pilot Study Coding Manual (see 
Appendix 4). For questions requiring a list, subjects were asked to 
carefully list and number their responses; thus, the unit of analysis 
was determined by each person filling out the questionnaire. Each 
response received a code, such that any given respondent for any given 
question might have one or more responses coded as Transformational, 
one or more responses as Transactional, or one or more responses as 
Other. For each question responses were totaled across all pastors to 
be compared to the responses for all parishioners. 
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Results 
The Pilot Study was done to assist i n the refinement of the 
questionnaire and coding process. In general, the pi lot study confirmed 
the usefulness of the questionnaire. However, coders did find quest ions 
15 and 16 on Breadt h of Invo lvement diff ic ult. Question #15 had read: 
What functions or activities might a minister delegate to lay peopl e 
( li s t ) ? and Question #16 had read: What functions of activities might a 
mini s ter reserve for himself? Transformational leaders tend to become 
involved broadly (Breadth of Involvement ) ; these questions were 
intended to demonstrate whether pastors and parishioners differed 
regarding the ir expectat ion of how broadly a minister might be 
involved. For bot h questions the coders were not sure if respondents 
were will in g to free ministers from some concerns or if they were 
trying to restrict ministers from the same concerns. An example of a 
response diff ic ult to code is "finance"; the question arises whether 
the response means that a minister should not have to waste his time 
wit h a mundane matter like counting pennies and nickels or whether the 
response means that a minister should not take budget setting and fund 
ra i sing matters into his hands. These questions were reworded after the 
Pi lot Study in an attempt to avoid confusion for the coders. For the 
Mafn Study Question #15 read: In what functions or activities of the 
church should a mini ster be involved ( list ) ? and Question #16 read: In 
what functions or activities of the church should a minister not be 
involved (list)? For the Main Study the coding manual (see Appendix 6) 
was refined based upon the results of the pilot study: seven more items 
of contrast between Transformational and Transactional leadership were 
listed; a few of the items of contrast were reworded for clarity; a 
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list of typical job description dut ies was added; and some specific 
coding instructio ns were given for some questions. Rater reliability 
for the fourteen open-ended questions was confirmed ut ilizi ng Cohen's 
Kappa (Cohen; 1960) : K = 0.95; Z = 8.6; p<0.05. 
Main Study 
Subjects 
Subjects were 33 ministers and 31 parishioners from Conservative 
Baptist churches. The ministers were gathered for a New England 
associational meeting; volunteers were requested through a public 
announcement at the meeting. The parishioners were from four churches--
two in Rhode Island, and one each in Connecticut and Massachusetts; 
volunteers were sought from mid-week services. Participation was 
voluntary. The churches differed from one another in some ways: one was 
a small rural church, which changes pastors frequently; another was a 
twelve year old inner-city church, which still has its founding pastor; 
a th ird church was in suburbia under a new pastor who is following a 
pastor with a thirty year tenure; the fourth is blue collar church with 
a history of pastorates of ten to twenty years tenure. All ministers 
were males; their average age was fifty (50). Parishioners averaged 
forty-nine (49) years of age. Parishioners included 12 males and 19 
females; that breakdown reflected the attendance at the meetings in the 
experimenter's judgment. All subjects signed an informed consent form 
(see Appendix 5). 
Procedure 
Subjects were told that the purpose of the questionnaire was to 
gather opin ions about church life . Subjects were asked to answer all 
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questions and to list their answers. The ministers were indi vidually 
approached at break-times at the two-day meeting; the exper imenter 
remained nearby to answer any questions. The parishio ners were 
encouraged to stay after the ser vic e, i f t hey were willing to complete 
the questionnaire; the expe ri menter remained nearby to answer any 
questions. Subjects were told that it would take approximately 30 
minutes to complete the questionnaire. 
Coding 
Two independent raters coded the results; they used the main study 
coding manual; this was an updated version of the pilot study coding 
manual--see Appendix F. The author and his wife were the coders. Both 
were very familiar with the leadership dimensions and the Main Study 
Coding Manual. The concerns of a Transformational leader and a 
Transactional leader often overlap; therefore in reviewing the manual I 
stressed that when the response fit both types of leaders, it should be 
coded as Transactional and only when the response was uniquely 
Transformational, could it be so coded. Regarding a Transactional 
leader I stressed that he is tied to job descriptions (fortunately, 
both coders are well aware of a pastor's job description). In the third 
category, 'other', we placed those responses that were unclear, not to 
the point or not specifically Transformational or Transactional. Coders 
practiced by mock-coding and discussed the specific dimensions that led 
to specific conclusions. The coding process was done over several days; 
each day the coders reviewed the manual before begining to code. Rater 
reliability was checked and confirmed utilizing Cohen's Kappa (Cohen, 
1960) after coding Questions 7-13: K = 0.98; Z = 980; p<0.05. Rater 
reliability was checked and confirmed, again, at the completion of the 
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coding process for all the open-ended quest ions: K = 0.98; Z = 980; 
p<0~05. 
For questions requiring a list, subjects were asked to carefully 
list and number their responses; thus, the unit of analysis was 
determined by each person filling out the questionnaire. Each response 
received a code , such that any given respondent for any given question 
might have one or more responses coded as Transformational, one or more 
responses as Transactional, and one or more responses as Other. For 
each question, responses were totaled across all pastors to be compared 
to responses for all parishioners. The study was designed for thirty 
pastors and thirty parishoners. Not knowing how many would return 
successfully completed questionnaires, extra copies were handed out. 
Prior to coding, questionnaires were reviewed for completeness; any 
questionnaires with unanswered open-ended questions were eliminated. 
All successfully completed questionnaires returned by pastors and 
parishioners were coded. 
Results 
Chi-Square analysis was used to compares responses of 
The four Chi-Square cells included parishioners. 
Transformational and Transactional responses and the 
pastors and 
the pastors' 
parishioners' 
Transformational and Transactional responses. A four-cell Chi-Square 
(df =1) is significant at the p<0.05 level at 3.841. Rather than the 
raw numbers, percentages were used; this was planned because I thought 
the pastors might tend to give more answers than parishioners; later, 
it proved useful, because more completed questionnaires were turned in 
from pastors than from parishioners. Thus, the four cells were: cell 
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one--the percentage of pastors' Transformational responses compared to 
total Transformational and Transactional responses; cell two--the 
similar percentage for the pastors' Transactional responses; cell 
three--the parishioners' Transformational percentage; and cell four--
the parishioners Transactional percentage (see Tables 2 and 3). 
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TABLE 2--RESPONSES OF PASTORS AND PARISHIONERS TO LEADERSHIP 
QUESTION AIRE 
2 
Question Categor y Pasto r s Par ishion e rs X Si gni ficance 
IH 
#8 
#9 
#10 
#11 
#12 
#13 
#14 
#15 
#16 
#17 
#18 
#19 
TF TA TF TA 
Basi c TF/ TA* 20 83 24 64 1. 81 NS 
Basi c TF/ TA* 6 109 7 95 0.06 NS 
Basic TF/TA 43 31 20 37 10. 63 p<.05 
Breadth 20 101 10 71 0.83 NS 
Breadt h 19 90 11 54 0.00 NS 
Basic TF/ TA 28 98 11 88 4.39 p<.05 
Basic TF/ TA 17 25 11 27 2.93 NS 
Basic TF/TA 19 47 8 59 8.87 p<.05 
Breadth 8 99 10 65 1; 80 NS 
Breadth 16 7 9 8 6. 10 p<.05 
Modeling* 26 57 32 54 0.80 NS 
Modeling* 33 56 19 53 2.80 NS 
Perseverence 32 4 9 6 22. 13 p<.05 
Four-cell Chi-Square analysis: 
[Pastor TF, Pastor TA, Parishioner TF, Parishioner TAJ; 
significance at p<0.05 level is 3.841 (df = 1) 
Note: TF--Number of Transformational Responses (gi ven in raw numbers) 
TA--Number of Transactional Responses (given in raw numbers) 
Basic TF/TA--Basic Transformational/Transactional category 
*--Responses dominated by love dimension; see Appendix 1 
Breadth--Breadth of Involvement category 
Modeli ng--Modeling category 
Per severence--Perseverence category 
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TABLE 3--MEAN NUMBERS OF RESPONSES FOR PASTOR AND PARISHIONER GROUPS 
Number of Transformational Responses 
Number of Transactional Responses 
Number of Other Responses 
Number of Total Responses 
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PER PASTOR 
10.3 
24.0 
6.3 
40.6 
PER PARISHIONER 
6. 7 
21. 1 
7.4 
35.2 
· si x questions looked at the bas ic TRANSFORMATIONAL/TRANSACTIONAL 
distinction: 
Question #7--How does a minis ter keep a church running smoothly 
(lis t)? 
The results were not significant. 
Question #8--How does a mini ster help a church reach its potential 
( list ) ? 
The resul ts were not s i gnif i cant. 
Question #9--A church must look to the future. How can a mi niste r 
lead his church to the future ( list)? 
The results were significant at the 0.05 level with a chi square of 
10.63 (df = 1) ; , the direction was as hypothes iz ed (i.e., pastors were 
more Transformational than parishioners). 
Question #12--l think a minister should provide leadership in the 
following areas ( l ist) 
The results were significant at the 0.05 level with a chi square of 
4.39 (df = 1) ; the direction was as hypoth esized (i.e., pastors were 
more Transformational than parishioners). 
Question #13--1 think a minister should not provide leadership in 
the following areas (list ) 
The results were not significant. 
Question #14--If a minister is an effective leader, how would his 
church differ from other churches (li st )? 
The results were significant at the 0.05 level with a chi square of 
8.87 (df = 1); the direction was as hypothesized (i.e., pastors were 
more Transformational than parishioners ). 
MODELING was addressed in two questions: 
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Quest io n #17--If a mini ster were to inspire someone to follow him, 
what woul d that min i ste r be l i ke or how would he behave 
( list)? 
The results were not significant. 
Ques tion #18--You may have heard the old adage: "Some thin gs are 
better caught than taught. " What habits, convict i ans, traits, 
or the li ke would you expect a member to "catch " from a 
ministe r ( list )? 
The results were not significant. 
PERSEVERENCE was measur ed in four questions: 
Question #5--How many years shou l d a minister plan to stay in any 
given church? _ years 
Other than for this question and Question #6, questionnaires were 
utilized only if all the questions were answered; incomplete 
questionnaires were not coded. Questions 5 and 6 were the only two non-
open ended questions. Twenty-s ix of 33 ministers and 27 of 31 
parishioners answered this question. A number of subjects ment i oned 
having difficulty with one or both questions. Several subjects 
suggested in their answers or orally that the number they were 
indicating was a minimum number by qualifying their answers as in "at 
least 5 years " , etc. I had given oral instruc t ions to try to put down a 
specif ic number of years. Since these qualifiers could not be 
quantified, they were ignored (for averaging purposes) and the whole 
numbers were averaged. Ministers' answers averaged 7.4 years and 
congregants averag ed 14.6 years. A Median Test of significance was 
performed to 
same populations; 
see if the two distributions came 
th ere is a significant difference with 
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from the 
2 
X = 9.478; 
p<.05 (df=1) . 
Quest ion #6--I n what year of ministr y in any giv en church Joes a 
minist e r reach his pea k of effectiveness? _ year 
Thi r ty of 33 mi ni sters and 29 of 31 congregants answered th i s question . 
Mini sters ave raged 5. 3 years and congregants ave ra ged 5.65 years. A 
Medi an Test of significanc e was performe d to see if the two 
distribut i ons came from the same population s; there was no significant 
2 
difference with X = 0 . 38; p>.05 (df=1 ) . 
Question #19--If a congregat ion does not favor a certa i n idea that 
is importan t to a minist e r, how should he react? 
The results were significant at the 0.05 level with a chi square of 
22.1 3 (d f = 1); the dir ect i on was as hypothesized (i. e., pasto r s were 
more Transformati onal than parishioners). 
Question #20--If a congregation favors a certain idea, but t he 
minister does not favor it, how should he react? 
Over fifty (50 %) percent of the responses to this question for both 
the pas to rs and the parishoners were coded ne it her Transfo rmational or 
Transactional. Since responses were coded so overwhelmingly in the 
third cat egory, "Other", the data in this question do not warrant 
statistical analysis. 
BREADTH OF INVOLVEMENT was the concern of four questions: 
Question #10--In your experience, in what a reas of church life 
does a congregation expect a minister to take leadership 
(l i st)? 
The results were not si gnificant. 
Quest i on #11--In your experience, in what areas of chu rch lif e 
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does a minister expect to ta ke l eade rship (l ist ) 
The results were not significant. 
Question #15--What functions or act iv it i es might a minist er 
delegate to lay people ( l i st )? 
The results were not significant. 
Question #16--What functions or activ i t i es mi ght a minister 
reserve for h imself ( l i st ) ? 
The results were s ig nificant at the 0.05 level with a chi square of 
6. 10 (df = 1); th e direction was as hypothesized (i.e., pastors were 
more Transformational than parishi oners ) . 
Discuss i on 
The proposed di f f e rence between pastors and parishioners regarding 
Transformation al / Transacti onal leadership was demonstrated in the 
responses to five of th e fourteen open-ended questions, and, would have 
held in two ot he r questions except for an oversight. On the coding 
manual one of the distinctions between Tra nsfo rmational and 
Tra nsactional leadership was listed as: 
compassion, and concern 
"concerned beyond expressed 
needs ( 1 ove, 
"addresses 
summarize 
only 
the 
expressed 
notion that 
for others)" 
need s" . This description 
Transformational leaders 
as 
is 
opposed 
trying 
to 
to 
put a high er 
priority on people than on product, while Transactional leaders are 
interested in people only as they impact on product. I didn't r ealize 
that this dist i ncti on would present a problem until my co-coder asked 
how we were to differentiate between this concern beyond expressed 
needs and the concern that would be expected of church ministers; 
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"After all", i t was said, "'Love your neighbor as yourself' and other 
statements are basic to what the church stands for"; see appendices 6 
and 7. In retrospect, this concern should have been included 
origi nally . While a love factor might differentiate Transformational 
from Transactional lead ership styles in general, i t would not 
diffe rent i ate these l eadership styles within the pastorate. If this one 
dist inc tion on th e coding manual had been modified, Questions 17 and 18 
would have demonstrated a significant difference. -As it was for 
statistical purposes the coding manual had to be followed as proposed; 
however, for discussion purposes the coders did note and record those 
responses coded as Transformational due to this one dimension alone. 
TRANSFORMATIONAL/TRANSACTIONAL QUESTIONS 
Three of these questions were significant; the significance was in 
the direc tion hypoth esized (i.e., pastors were more Transformation al 
than parishioners): 
Question #9-- "A church must look to the future. How can a ministe r 
lead his church to the future (l ist)"?--
Question #12--1 think a minister should provide leadership in the 
following areas (list):--and 
Question #14--"If a minister is an effective leader, how would his 
church differ from other churches (list)? "--
Regarding the concerns of these th r-ee questions, "the future " , 
" providi ng leadership " and "being an effective leader " etc. 
' ' 
parishioners tended to list measures related to a pastor's job 
description and to stress that a quality job would brin-g success, and, 
thus, they were often coded as Transactional. On the other hand, 
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pasto r s' response s were coded signi f ic antly more as Transformat i onal, 
because they tended to spea k of pl ann i ng for the future, bei ng growth 
conscious, etc. Clearly, paris hion e rs tend to look at chur ch gro wth as 
ti ed t o doing the same few th in gs only bette r , whil e pasto rs see church 
gr owth result ing not only from doing a fe w th ings better, but ,·esult i ng 
fr om doi ng more thing s and fr om plan ni ng. I n t he Main Study Coding 
Manual th e Tra nsformational style is contra sted with the Transactio11al 
sty l e: innovativ e ver sus sati s f i ed , inquisitive versus waits for need 
to surface, takes in i t i ative and encourages ot he r s to take initiative 
ve rsus confo rms and encourages others to confo rm, makes fundamental 
chang es vers us makes only minor changes, etc. 
In the i ntroducti on, it was suggested that the te nure of pastors 
might .be shortened by tensions aris i ng from differing per spectives of 
l eader sh ip. The difference i n perspective between pastors and 
par is hione rs found i n th e Transfo rmational / Transact ional l eade r s hi p 
quest ions shou ld be explored wi th th is in mind. In th i s regard, I have 
heard Dr. Haddon Robinson, President of the Denver Seminary, speak on 
se vera l occasion s on church growth and change; his i nterest comes from 
desir e to plac e pastors in churches where they wi ll fit. He has st ated 
that in hi s experience parishioners do not really want th eir churches 
to grow. If th i s is th e case, par is hioners might feel threatened by a 
Transfo rmat i onal leader but secure and happy wi th a Tran sactional 
leader. The l it erature suggests that Transformational leaders are as 
interested in main taining an organization as Transactional leaders, 
and, the ref or e , t ake on new i nterests without ignoring t he o]d 
inter es ts. In this regard, like employers , pastors are in authority 
over par ishioners, but l i ke employees, they are dependent on ot hers for 
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a pay chec k; so to avoid the wrath of pa rishion ers, pastors must take 
specia J pa in s not to ignore or appear to ignore the jo b descr ipti on 
concerns. Parishion ers can withdraw their suppor t fro m th ei r pastors ar 
can make his ministry less of a joy and, thus, impact on the tenure of 
pastors. 
Questions 7 and 8 mentioned above also looked at the basic 
distin ctions of Transf ormational and Transactional leadership. For 
Question #7 nin eteen out of fo rty -four responses coded as 
transformational were done so because of the 'love' dimension. For 
Question #8 ten out of fifty-five responses were likewise coded. I will 
r eturn to this concern shortl y. 
MODELING QUESTIONS 
While ne i t he r of th e two modeling quest ion s (17 and 18) was 
si gnifican t, it would be unwise to ignore them in a prel iminary 
i nvest i gat ion l ik e this one. 
Question #17--If a minister were to i nspire someone to fol lo w him, 
what would that minister be like or how would he behave 
( list)?--and 
Question #18--You may have heard t he old ada ge "Some things ar e 
better caught t han taught. " What habits, conv i ctions, t r a i ts, 
or the li ke would you expect a member to "catch " from a 
ministe r ( list)?--
If the lov e dimension mentioned above had not been included, both 
questions would have been s i gnificant. In fact, of the 32 responses by 
parishione rs in Quest ion 17 coded as Transformat i onal, 28 were done so 
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only beca use of this love factor and of the 19 responses by congrega nts 
in Question 18 coded as Transformat ional, 18 were done so onl y because 
of this one factor Even though the questions d id not technically 
demonstrate significa nce, there is reason to pur·sue "Modeling" ! If we 
do set aside this love d imens ion , the results suggest that pastor ·s Jo 
pl an to serve as Transformational mode l s, but congregants prefer t hem 
to be Transattional . The result might well be that the pastors ' style 
produces 
fol lowe rs . 
tense and resistant congregations, 
The Main Study Coding Manual 
rather than 
demonstrates 
eager 
that 
Transformational lead ers seek to gain eager followers by encouraging 
others to take initiativ e ver sus encouraging others to conform, by 
f reeing people--the sky is the limit versus by restricting people--
boundaries cher ish ed, and by encouraging others to take leadership 
versus discouraging others from taking leadership. Parishioners might 
se e many of th e Transformational pastors' emphases and actions as 
window dressing, personal qui rks , or irrelevant. For these and other 
reasons pastors need to be especiall y demonstrating ( i.e.: 
conce rn for the basics and for the mini stries within 
modeling ) a 
the job 
descript ion . A pastor models both when he presides over the liturgical 
meetings and when he attends to his broader leadership tasks. It would 
be interesting to measure whether pastors and parishioners prefer the 
first, which is largely performa nce and consistent with the conformity 
of Transac t i onalism or the second, which tends to allow for 
extemporaneous modeling and gives more opportunity for a 
Transformational leader to work. 
Regard i ng the love factor, we can account for the many respons es 
that relate to this one dimension as enumerated in the Bible (see 
29 
Appendix 7), but how does one account for th e differen ce in emphasis 
between the pastors and the parish i one r s? Along with the two questions 
on Modeling, this emphasi s was also found i n the parishion e rs ' 
responses to Questions 7 and 8 , which were d ir ected at the basic 
Trans formati onal / Trans actiona l distinction. It may be that parishioners 
and pastors se e this d imensio n as equa lly important, but for different 
reasons; thus, the parishione r is sa ying, "If you will demonstrate 
(model ) t hese in your own behavio r, the church will grow (Questions 7 
and 8) and I will personally follow you (Questions 17 and 18)" , while 
the pastor is saying, "I exhib it certain things, not to promote growth 
or to inspir"e parishioners t o follow me, but out of conviction." It may 
be that pastors do not rea li ze how important this dimension is to the 
parishioners either to have th e church r un smoothly or to have the 
parishioners foll ow them. As pointed out elsewhere, the percentage of 
the parishi one r·s ' responses of this one dimension is great; however, 
the percentage of the pastors' r esponses is also surprisingly hi gh. 
Sin ce the lite ra ture on Tr ansform at io nal / Tra ns actional leader shi p is 
largely based on busine ss and political leaders, it would be 
interest in g to check whether the importance of this dimens io n is 
lik ewis e underestimated in t hose fi elds. Future study in church 
leadership might measure both the pastors' and the parishione r s ' 
interest i n this 'lo ve' conc ern in leadership and modeling issues. 
PERSEVERENCE QUESTIONS 
A signific ant 
parishioners was 
dif ference in opinion between 
demonstrated in t he following 
pastors 
question; 
and 
the 
sig nificance was in t he direct io n hypothesized ( i.e., pastors were more 
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Transformat ional than par i shioners ) . 
--In your opinio n, how many yea r s should a minis t e r pl an t o sta y 
i n any given church? _ yea r s--
The pastors' res ponses to this quest ion ave raged 7.4 yea rs, whi le th e 
parishioners' responses averaged 14.6 years; t hi s was a s i gnificant 
difference. Perha ps the i r hopes mi ght be similar, but the past ors have 
a greater awarenes s of the reality that most pastors do not have long 
tenures. Perhaps pastors do not stay long, because they do not pl an to 
s tay long. Perhaps parishioners think ideally in the abstract, but fail 
to act out thei r ideals with real, flesh and blood, pastors. This two 
to one diffe rence needs to be explored further. The literature suggests 
that pastors sta y le ss than three yea r s in any given church. 
Question ~6--In your opinion, in what year of ministry in any 
gi ven church does a minister reach his peak of effectiveness? 
_ years--on the other hand, did not demonstrate a significant 
difference in opin ion; the pastors' responses averaged 5.3 yea r s, while 
the parishioners' responses averaged 5.65 years. The literature 
suggests that ministers reach their peak after the si xth year; 
therefore, either through an awareness of reality or through an 
awareness of the literature, both groups are on target in this case. If 
the responses to Question #5 and #6 are taken together, pastors allowed 
themselves 2.2 years of peak effectiveness before movi ng on, while 
parishioners allowed them nearly 7 years. A question arises as to why 
pasto r s would labor so long to reach the potential for effe cti ve 
ministry and then be satisfied with only 2.2 years of peak effectivenss 
before moving on. The answer may be that perseverence has its costs, as 
31 
well as, its benefits. The large r question regarding perseverence also 
remains--why, given the responses to Questions 5 and 6, do pastors stay 
in any given church such a short tim e? 
Ques tion #19-- "If a congr egation does not favor a certa i n idea 
t hat i s important to a ministe r how should he rea ct?" was s ignifican t. 
While t he Coding Manual stated that a Transformat ional leade r is 
comfort ab 1 e with pressure ve r sus avoidng pressure situations in 
general, it specified that to be coded as Transformational an answer to 
this quest ion had to indicate perseve rin g, waiting, etc., whereas, to 
be coded Transactional an answer had to indicate giving up. The clear 
favorite resp onse in the third category , "other", was praying; praying, 
and othe r rel i gious jargon otherwise undescribed, might be related to 
per severing or to giving up. In future studies, if a similar open-ended 
questionnaire format is used, there must be an attempt to place 
respon ses wi th religious ja rgon within the Transformational/ 
Transactional f ramework, rather than a lways relegate them to t he 
' other' catego ry . Many responses coded as 'Other' were well reasoned 
resp onses , a l though clearly not related to the two leaders hip styles. 
The sig nif ic ant difference suggests that pastors are more prepared for 
potent i al confrontation than t he pari shio ners are. Furthe r, it suggests 
that pastors see t hei r job as sometimes encouraging the par i shioners to 
go where they do not want to go, whi le the parishioners tend to feel 
that pastors shou ld only go where the par ishi oners are comfortable 
goi ng. These fit well into the basic Tran sformational/Transactional 
dis tinctions. Phil osophically, if one thinks of tenure as related to 
persevering, then the significant result in Question 19 suggests that 
i n dealing with a difference between a pastor and his parishioners i n 
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any giv en chur ch one must know where the parties stand; i.e., are they 
expect i ng waiting or giving up? Pas t or s who perse vere might be seen as 
dense (not fully aware of the diff erences ) or poor loosers (not willing 
to accept facts). Since pasto r s tend t o st ay only two or three years in 
a churc h, parishion e rs might se e th em as outside r s and might see 
themse lves as owne r s and, t hus, be further thr eatened. Pari sh ioners 
mig ht 
stakes 
se e th e i r own int erest as just , because t hey have 
in the ir churches, while th e pastors mi ght appear to 
long term 
them as 
havi ng onl y passing or pro fessional int erest. It would be interesting 
t o measure whether pasto r s and pari shione r s see Question 19 (and its 
obverse pair, Questi on 20) thro ugh the eyes of an employee or an 
employer. 
BREADTH OF INVOLVEMENT QUESTIONS 
One question demonstrated signif i cance in the hypothesized 
direction ( i.e., pastors were more Transformat ional than parishioners): 
Question #16-- "What functions or activities might a minister 
reserve for himself ( list)?--
The lite rature suggests that a l eader must have broad interests and be 
in vol ved beyond the job descr i ption, if he or she is to be a 
Transformational leader. The phenomenon of the written job description 
has onl y entered t he church recently. Older pastors do not think in 
te rms of a fo rmal job description; they do, however, have an idea of 
what t he ir churches expect of them. 
The signif i cant difference suggests that pastors have this broad 
interest and involvement. It also suggests that the parishioners prefer 
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to li mit pas tors t o t hei r j ob descr ipti ons . Thi s mi ght be because t he 
pari sh ione rs ar e less comfort able with change and/ or th ey want t he 
pr ivile ge of pac in g t he change and cont ro l li ng t he di rect io n of th e 
changes. Somehow a pasto r must be inter este d and invol ved bro adl y 
enough to encoura ge growt h t oward th e futu re, while not trigg er i ng th e 
i nsecut-i t i es of t he congregant s . What perc eptio n wil l th e parish ione r s 
have when a pastor has broad i nte res t s or i nvolvement in a church? He 
might be seen as not attend i ng t o hi s main duties as defined by his job 
des cri pti on. I f so , any problem in th e churc h can easil y be blamed on 
hi m. He might be seen as stepping on holy ground--the ground formerly 
cont rolled by one or more par ishioners. People lin k their self-esteem 
to what t hey do and ta ke los s or ga i n of control seriously ~ He might be 
seen as theoretical and not as practical. The standard within my 
denominat i on i s for a minister to have four years of college and three 
years of gra duate work ; this makes him in most cases educated well 
beyond his congregation. It is important for a pastor to be perceived 
to be i n t ouch with his congregation; a reputation for being an 'ivory 
tower' t hi nker wi ll hinder hi s ministr y. He might be seen as liberal, 
which i s a negative label i n this denomi nation; liberal i sm has 
historically been associated with change. On the other hand, pastors 
may mista kenly take resistance to t heir broad based interest and 
i nvol vement personally. A Transformat ional leader does perhaps run a 
greate r ri sk of burning out. In a day when t he re are eve r more job 
des cription demands on pastors, going beyond one's job description will 
be done at a pr ic e. One pr ice may be that he may not give due attention 
to the nuts and bolts mini stries, because his attention is drawn to 
what he perci eves as new and innovati ve ministr i es. 
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What ar e some of the main cont rast s in l eadership comfort zones 
between pastors and parishi oners? In terms of the basic 
Tran sformational / Tra nsactional distinction--the parishioners want the i r· 
leaders to stay clo se to th e job description (written or understood ) ; 
while pasto rs se e t he need of att endin g to the concerns of the job 
desc ri ptio n, they also wanted to expend the job descript ion and pl an 
beyond the job description. In t erms of modeling--pastors not only have 
the above convi ct ion, they mode l their bel iefs; parish ioners, on the 
other hand, want th e i r own convictions modeled by the pasto r . In t er ms 
of perse verence-- pasto r s are often wi lling to persever when there is 
disagreement with parishioners; parishi oners want to see their own 
pos i t i on adopted by the pas to r . It has often been said, ''What one man 
sees as perseverenc e, anot he r man sees as stubbornness." In terms of 
B~ adth of I nvolvement--parishione rs find security in limiting a pastor 
to a job descr·ipt ion; they l imit change by pacing it and by controll in g 
its dir ecti on. Pas to rs expressed interest in being involved in many 
ar eas of church life . 
Limit at ions and Weaknesses 
The subject sampling was one of conveni ence. The pastors at best 
r·epresented those who attended the speci fic denominational meeting. The 
par i shioners at best represented those who attended their respe ct ive 
mid-week services in the four churches selected by the investigator. 
The investigator alon e made t he judgment that Modeling, Perseverence, 
and Breadth of Involvement ar e hi ghlighted in the Pastoral Epistles 
(see Appendix 1) . On the other hand, the i nvestigator has considerable 
background in making such judgments and the original data, the Pastoral 
Epis tles, are available for independent inspection. The investigator 
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deeply regrets incl uding the 'love dimension' in the coding manual. 
Whi le this dimens ion might t1ave ut ili t y i n different ia t in g 
Transformationa l from Transact iona l pers pectives in other sett ings, it 
is apparently out of place in this setting (see Appendix 7) . During the 
coding process, th e pastors' questionnai res were in one s t ack and th e 
parishioners' quest ion naires were in another. To avoid potent i al coder 
bias, questi onnair es should have been ra ndomly and blindl y coded. 
Conclusion 
Not only does the basic concept of Transformational/T ransactional 
church leadersh i p warrant more study, but also the subconcepts of 
Modeling, Breadth of Involvement, and Persevering. Interesting 
questions need to be addressed. In response to Question #5 regarding 
how long a pastor should stay in any given church parishioners' 
responses were twi ce that of pastors' responses; why is that? and why 
are both saying pasto rs should stay far longer than they actually do? 
How important is the 'love' dimension to church leadership? and why do 
the parishio ne r s seem to consider i t so important as compared to the 
pastors? Is this 'love' dimension underestimated in leadership studies 
outside of the church? These questions and others lead us closer · to 
answering the question of whether tension caused by this 
Transformational/Transactional church leadership bifurcation i mpacts on 
the duration of pastorates. It is hoped that the more general theory of 
Transformational/T ra nsactional leade rs hip is furthered by this st udy, 
which operat ional iz es and extends t hi s leadership perspective into a 
religious setti ng. 
Research will benefit from the sampling of respo nses from pastors 
and parishioners in this studyi in terms of methodology, future studies 
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•'' ,.. 
may be made more practical (both in terms of the time it takes subjects 
to fill out questionnaires and the time it t akes to ext rac t the data 
from the questionna ir e ) by utilizing a Likert -t ype scale rath e r than 
the open-end ed 
research ar e 
question 
that there 
format. 
is a 
Three basic 
d i fference 
assumptions of 
between pastors 
this 
and 
parishioners a lo ng Transfo rmational / Transactional lines, that th is 
difference leads to friction between congregan ts and pastors, and that 
this friction ca uses pastors to have brief tenures. This study has 
demons trated the va l idity of the first assumption; the second and third 
assumptions may be addressed. Now that this theory has entered the 
reJigio us setting, comparative studies may prove beneficial. This was a 
study of Conservative Bapt ist pastors and parishioners in New England. 
Futur·e stud i es could go beyond New England and beyond Conservative 
Baptists. A study comparing Protestants with Roman Catholics and/or 
Jews might be profitable. 
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Appendix 1--Summary of Vers e by Ver se Analys i s of the Pasto ral Epistles 
In an attempt to di scover the l eade r shi p concerns of th e Pastoral 
Epist le s I registered summary statements under the headings of 
Position / Titl e , Qual ificati ons, and commands regarding Persona 1 
Relationships, Meeting Needs, Modeling, Things To Be Avoided, The 
Teach ing / Preaching Duty, Other Duti es, and Pers eve ring; the "Othe r 
Duti es· · cat egory demonstrated that a Breadth of Involvement was 
expect ed . Below ar e summari es of t he commands found that relat e to the 
t hr ee spe c ific tra nsfo rmational concepts dealt with in this study. 
growth). 
Book , Chapte r, Verse 
Modeling Other Duties Persevering 
I Timothy 
3 Command Stay 
18 Fight .. . fight 
19 Holding on 
I Timothy ') 
'-
I Timothy 3 
5 Take care 
13 Serve 
I Timothy 4 
7 Train yourself 
11 Command 
12 Set an example in Don't let 
speec h, l ife, love, 
faith, purity 
13 Reading, Preaching Devote 
14 Don't neglect 
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Appendix 1~-summary ... (cont. ) 
Book, Chapter, Verse 
Modeling 
I Timothy 4 (cont. ) 
15 Progress 
16 Watch 1 ife, 
doctri ne 
I Timothy 5 
17 
22 
I Timothy 6 
Other Duties 
Direct affairs of church 
Preach 
11 Pursue righteousness, 
godliness, faith, love, 
endurance, gentleness 
12 
17 Command 
18 Command 
20 Entrust to your care 
II Timothy 2 
6 
8 
13 
14 
II Timothy 2 
2 Entrust 
3 
7 Reflect 
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Persever ing 
Be diligen t 
Gi ve wholly 
Persevere 
Keep pure 
Endurance 
Fight 
Take hold 
Guard 
Fan into 
Don't Be 
Join 
Keep 
Guard 
Be Strong 
Endure 
flame 
ashamed 
Appendix 1--Summary ... (cont .) 
Book, Chapter, Verse 
Modeling 
II Timothy 2 (cont. ) 
8 Remember 
Other Duties 
14 Keep Reminding 
Warn 
15 Present 
22 Pursue r i ght eous ness, 
faith, love, peace 
II Timothy 3 
Mark this 
14 
II Timothy 4 
2 
5 
Titus 
5 
7 
9 
11 
13 
Preach, Be Prepared, 
Correct, Rebuke, Encourage 
Do Work Of An Evangelist 
Discharge All Duties 
St r aighten Out 
Appoint 
Entrusted With God's Work 
Encourage 
Refute 
Silence 
Rebuke 
6 Encourage 
7 Set Example 
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Pers ever i ng 
Pursue ... (also 
here ) 
Continue 
Great Patience 
Keep Head 
Endure Hardship 
Book, Chapter, Verse 
Modeling 
Titus 3 
8 
9 
Other Duties 
Remind 
Stress 
Warn 
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Appendix 1--Summary ... (cont.) 
Persever ing 
Appendix 2--Questionnaire 
Questionnaire page 1 
(When as ked to 'list', please make your l i st as specific as poss ibl e ) 
1. Age: _ 
2. Sex (check one): _ male female 
3. Check one: 
church member 
How many yea r s have you been an active member (c ir cle one )? 
0 2 3 4 5 6 7 8 9 10 or more (years) 
church minister 
How many years have you served in each ministry? 
present church years 
next previous 
next previous 
next previous 
years 
years 
years 
4. How many yea rs have you been a Christian (circle one)? 
0 2 3 4 5 6 7 8 g 10 or more (years) 
5. In your opinion, how many years should a minister plan to stay in 
any given church? years 
6. In your opinion, in what year of ministry in any given church does a 
minister reach his peak of effectiveness? _ year 
7. How do~s a minister keep a church running smoothly (list)? 
8. How does a minister help a church reach its potential (list)? 
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Questionnaire page 2 
9. A church must look to the future. How can a minister lead his church 
to the future? 
10. In your experience, in what areas of church life does a congrega-
tion expect a minister to take leadership (list)? 
11. In your experience, in what areas of church life does a minister 
expect to take leadership ( list)? 
12. l think a minister should provide leadership in the following 
areas (list): 
13. l think a minister should not provide leadership in the 
following areas (list): 
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Questionnaire page 3 
14. If a minister is an effect ive leader, how would his church differ 
from other churches (list)? 
15. In what functions or activities of the church should a minister be 
, involved ( list )? 
16. In what functions of activities of the church should a minister 
not be involved ( list)? 
17. If a minister were to inspire someone to follow him, what would 
that minister be like or how would he behave (list)? 
18. You may have heard the old adage "Some things are better caught 
than taught." What habits, convictions, traits, or the like would 
you expect a member to "catch" from a minister (list)? 
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Questionnaire page 4 
19. If a congregation does not favor a certain idea that is important 
to a minister, how should he react? 
20 .. If a congregation favors a certain id ea, but the mini ster does 
not favor it, how should he react? 
21. Suppose a minister wants a church to adopt some change. Should he 
seek that change through his pul pit ministry, church boards, per-
sonal relationships, business meetings, or some other means? 
Please explain your answer. 
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Appendix 3-- Ve rifi cation of Question Groupin g 
Below is t he letter used to recruit and i ntroduce students for th e 
process of verification of t he quest ion grouping: 
Dear Fell ow gra duate students: 
I am util i zing an open-ende d quest io nnai re as part of my Maste r's 
thes is resea rch. I need to verify that the quest ions get at t he issues 
I int end. 
The basic concern of the quest i onnaire i s church leade rshi p. The 
speci .fic theory is conce rned wi th 'transactional ' leadership 
(in terested in maintaining th e status quo) and 'transformational' 
lead e rship (in terested in reaching beyond status quo in order to 
achi eve potent ial) . Three specific ar eas where a distinction between 
transactional and transformational leadership might be seen are in 
modeling, in pers evering, and in breadth of involvement. Modeling has 
to do wit h the leade r providing an example for followers. Perseverence 
has to do with the leader staying wi th an idea or a church desp i te 
negati ve responses. Breadth of i nvol vement has to do with whether the 
leader is only interested in being involved in a few areas or in many 
areas. 
I am as kin g you to sort twenty-one (21) card s , each with a ques tion on 
it. I would li ke you to place each card into one of five groups: 
Those quest ion s which get at the general issues (basic 
dist in ctions as opposed to spec i fic aspects ) of transformational and 
transactional leadership. 
Those quest ions which get at (most spec if ical ly) t he mode l in g 
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aspect of t ransform ati onal and t ra nsac t i onal leadership. 
Those questions which get at (most spec i fi call y) the per seve ring 
aspect of transformati ona l and t ransact i onal leader shi p. 
Those quest ion s which get at (mos t specifi cally ) the breadth of 
involv ement aspect of transformat i ona l and transactiona l leadership. 
Those questions which may be useful i n a follow up stud y or whic h 
do not get at the gene ral or spec if i c i ssues of transformational and 
transact io nal l eade r ship. 
Thank you for your ass i stance. 
Sincerel y , 
J im Bray 
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Appendix 4--Pilot Study Codin g Manual 
Dear Vol untee r, 
Thank you for agr eeing to assist me by scoring quest i onnaires . 
You will need to unde rstan d t he disti ncti on between trans fo rma-
tiona l and t r ansac tiona l pe rsp ectiv es i n order to ca tegor iz e and 
lab el res ponses. I n genera l a transf ormat io nal response woul d be 
pos it i vel y disp osed to chang e towar d rea ching pot ent ial , while a 
transactional response would consid e r maintaining the sta tus quo , 
as ver
1
½ i~portan t . . You wil l be l abeling res ponses as 'transform a-
t 1ona , · tr-ansac t1onal', or 'other' . Mor e specific di st i nctions 
ar e drawn belo w. 
TRANSFORMATIONAL 
f utu re oriented 
will in g t o take risk s 
interested i n improv in g 
innovative 
i nquisit iv e 
forcefull y ac t s 
long - t er m ori ented 
on the cutt in g edge 
int it i at i ve 
conceptual 
concerned with hi gh stan dards 
comfor t ab le with chan ge 
will i ng to make waves 
broad inte res ts 
wi lling to in vest 
gro wth conscious 
willin g to take a stand 
transforming 
comfortable with shifts in power 
vi s io nary 
ahead of the pack 
freeing--the sky is the limit 
comfortable even without limits 
in t erested in moral implications 
as ki ng: what if? 
concerned beyond expressed needs 
comfortable with pressure 
comf ortab le with sh ift s i n 
expectations 
makes funda ment al changes 
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TRANSACTIONAL 
pas t oriented 
avoiding ris ks 
i nterested i n maintaining 
sati sfied 
waits for need to surface 
slo w to act 
short-term oriented 
pl ays it safe 
con fo r.mi ty 
prag matic 
concerned wi th average perfo rmance 
uncomfor table with change 
unwilling to make waves 
narrow inter rests 
avoiding in vesting 
stabili ty conscious 
preferring to let another try 
first 
conforming 
uncomfortable with shifts in power 
reactionary 
wit h the pack 
restricting--boundaries cherished 
comfor tab l e on ly with limits 
in terested mostly in bottom line 
saying: if it ain't bro ke, don't 
fix i t! 
addresses only expressed needs 
avoiding pressure situations 
uncomfortable wi th shifts in 
expectations 
makes only minor changes 
Appendix 5--I nf ormed Consent Form 
Dear Prospecti ve Par t icipant : 
I am a graduate student in Psycholo gy at the Univer sity of Rhode 
Island, as wel l as, a Baptist minis t er. I would lik e to en li st your co-
opera t ion i n a research project about church relat ionship s. I am asking 
t hat you f ill out the attached questionna i re ; this will take approxi-
matel y 30 minutes of your time; th ere is no r isk to you. I thi nk you 
wi ll f ind it inter est ing. 
Your name will not be connected in any way with your respons es 
to the que stions asked. Your answers ar e completel y ANONYMOUS and 
confidential and ar e being solicited only for the purposes of this re-
sea rch proje ct . If you decid e after you have begun to participate that 
you would not li ke to continue, you may stop at any time. 
If you agre e to take part in this research please sign the 
INFORMED CONSENT FORM at the bottom of this page. This form will go di-
rectl y in to a separate file and will never be associated with your an-
swers. There is a place on the for m below where you may indi cate if 
you would li ke a summary of my findings. 
Sincerely, 
Rev. James L. Bray 
INFORMED CONSENT FORM 
I have read the above and agree to partic ip at e in the resea rch 
desc ri bed. 
(name) (date) 
pl ease send me a summary report 
there is no need to send me a summary report 
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Appendix 6--Main St udy Coding Manual 
Thank you for agreei ng to as s ist me by scoring questionnaires. 
You wil l need t o under stand the d i st inc tion between transfo rmat i onal 
and t ran saction a l perspectives i n or der to categorize and la be l 
responses. I n gene ra l a transformat i ona l response would be positivel y 
disposed t o cha nge toward rea chi ng potential or moving expectations , 
while a tr ansactional respon se would consider maintaining the status 
quo or mai nt a inin g expectations as very impor tant. You will be label i ng 
respon ses as 'tran sfor mational', 'transactional', or 'other'. More 
spec i fic disti nct io ns are drawn below. 
TRANSFORMATIONAL 
future orie nte d 
willing t o ta ke ris ks 
i nterested in improving 
innovat iv e 
inqu is iti ve 
forceful l y act s 
long-term ori ented 
on t he cutting edge 
t akes intitiat iv e and encourages 
ot he rs to ta ke initiat i ve 
conceptual 
concerned with high standards 
comfortable with change 
wi ll in g t o make waves 
broad interests 
willing to invest 
growth conscious 
willing to take a sta nd 
tr ansforming 
comfortable with shifts in power 
visionary 
ahead of the pac k 
freeing people-- t he s ky is the 
1 i mi t 
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TRANSACTIONAL 
past oriented 
avo i ding risks 
i nterested in maintaining 
sat i sfied 
waits for need to surface 
slow to act 
short-te rm oriented 
p 1 ays it safe 
confo rms and encourages others to 
conform 
pr agmatic 
concerned with averag~ performance 
uncomfortable with change 
unwilling to make waves 
narrow interrests 
avoiding investing 
stabi l it y conscious 
preferring to let another t r y 
first 
conforming 
uncomfortable with shifts in power 
reactionary 
with the pack 
restricting people--boundaries 
cherished 
comfortabl e even without l i mits 
interested in moral impl ications 
ask i ng: what if? 
conc er ned beyond expressed needs 
( lo ve, compass i on, and 
conc e r n for ot he r s ) 
comfortable with pressure 
comfortable with shifts in 
expectations 
makes fundamental cha nges 
encourages others to t ake 
take lead ership 
involved beyond job desc rip tion 
duties 
Main Study Codi ng Manual (c ont. ) 
comfortable only with li mits 
int e rested mostly in bott om line 
say i ng: if it a i n't broke , don't 
fi X it! 
address es only expre s sed need s 
avo iding press ure situations 
uncomfortable with shifts in 
expectations 
makes only minor changes 
disc ourages others from ta kin g 
l eadership 
i nvolved only in job des cri pt ion 
duties 
TYPICAL JOB DESCRIPTION DUTIES: 
preach and teach, disciple, counsel, assist boards and committees, 
observe ordinances, evange l ize, teach in Sunday School, officiate 
at public gatherings, vi sit, perform weddings and funerals, some 
but l imit ed community inv olvement, corr espondence, etc. 
Quest i ons tha t l ook at the basic t ransformational/t rans act io nal 
distinct i on ar e: 7, 8 , 9, 12, 13, and 14. 
Questions t hat l ook at modeling are: 17 and 18. 
Questions that l ook at perseverence ar e: 5, 6, 19, and 20 . 
Questio ns that loo k at breadth of involvement are 10, 11, 15, and 16. 
Coding specific questions: 
10, 11, 15, and 16--"A" for job description it ems, "O" for other or 
mundane i tems, "F" for beyond job description items. (After subtracting 
A's and O's, compare the number of F's. ) 
12 and 13-- "A" for lim ited to job descript i on items, "O" fo r other or 
for freeing from mundane items , " F" for al lowing freedom beyond j ob 
description items. 
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Main Study Coding Manual (cont. ) 
19 and 20-- "A" fo r gi v ing up, " Q " f or question or other, "F" for 
persevering. 
In the pilot stu dy coders found quest i ons 15 and 16 difficult. One 
conc ern was whet he r mi niste r s were being restricted from or being freed 
f rom i tems that mi ght be mundane. I am suggesting that Questions 15 and 
16 be reworded. Along with Questions 10 and 11, they are attempts to 
understand the Breadth of Invol vement. We might compare total responses 
of ministers and congregants we might compare tota 1 "A" and ''F'' 
responses or compare "F" re sponses; we might compare the responses of 
10 t o those of 11 and the responses of 15 to those of 16. If ministers 
are more t r ansformationally or iented than congregants, then they should 
assume that the mini s ters will be interested and involved more broadly 
than congregants desire or anticipate. 
Old question 15--What functions or act i vities might a minister delegate 
to lay people ( l i st)? 
New question 15--In what functions or activities of the church should a 
minister be involved (list)? 
Old question 16--What functions or activities might a minister reserve 
for himself (list)? 
New question 16--In what functions or activit i es of the church should a 
minister not be involved (list)? 
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Appendix 7-- Love ' s ce ntral ity 
In the Main Stud y Coding Manual one d istincti on between the two 
leadership perspectives was "conc e rned beyond expressed needs ( love, 
compassion, and conc ern for oth e rs )" --Trans format i ona 1--and "addr es ses 
onl y expressed needs "-- Tran sac tional . As noted ear li e r, a number of 
resp onses we re coded as Tran sformational due to this d i st inction . The 
coders noted that th ese respo nses we re so coded because the res ponses 
included th e word lov e or loving . 
As a Christian and as a minister I ca n attest that love has long 
been consid e red central to church li fe. I n Matthew 22 when Jesus was 
ask ed which was the great est commandment in the Law, He repl i ed, "' Love 
th e Lord your God with all your heart and with all your sou l and with 
a l l your mind'. This is the fi r s~ and greatest commandment. And the 
second is l i ke it: ' Love your neighbor as yourself.' All the Law and 
the Prophets hang on th ese two commandments." In John 13 Je sus prepare d 
His disc iples for His death by sa ying: "A new command I giv e you: Love 
one anoth e r. As I have loved you, so you must love on~ anothe r. All men 
will know that you are my disciples if you love one another." Perhaps 
the best loved chapter of the Bible is Paul's desc ripti on of love's 
gr eatness in First Corinthians: 
"If I spea k in the to ngues ' of men and of ange l s , but 
have not love, I am only a resounding gong or a clanging 
cymbal. If I have the gift of prophecy and and can fathom al l 
mysteries and all knowledge, and if I have a faith that can 
move mountai ns, but have not lov e, I am not hin g. If I giv e 
all I posses s to the poor and surrender my body to the 
flames, but have not l ove, I gain not hing . 
"Love is patient, 1 ave is ki nd. It does not envy, it 
does not boast, it is not proud. It i s not rude, it is not 
self-seek ing, .it is not easil y angered , it keeps no record of 
wrongs. Love does not delight in evil but rejo i ces with the 
truth . It a lways protects, always trusts, always hopes, 
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a lways perseveres. 
"Love never fails ... 
"And now th ese th ree remain : fa i th, hope, and lo ve. But 
th e greatest of these is lav e. ". 
James, t he br other of J esus , wrote that t he ' Royal Law' is "Love 
your neighbor as your self. " I n Peter ' s Fir st Epistle he said t hat those 
Christians he was writin g to were to "lo ve one another deeply, from th e 
heart. " Finally, Jo hn's First Epistl e says: "This is the message you 
heard from t he beginning: We should love one another." 
Because lov e is so central to church life, the dimension that 
included it should not have been used to distinquish Transformational 
lead ersh i p from Transactional lead ership in this study; this was a 
major oversight. On the oth er hand, perhaps its greater importance to 
par ishioners th an to pastors might have been overlooked otherwise. 
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